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ABSTRACT 

Employee retention has become one of the most critical challenges for private organizations in today’s 

competitive business environment. Job satisfaction plays a significant role in determining whether employees 

stay with an organization or leave. The present study examines the relationship between job satisfaction and 

employee retention in private organizations using primary data. A structured questionnaire was administered to 

153 respondents out of a sample size of 200. Statistical tools such as mean and chi-square test were applied to 

analyze the data. The findings reveal that factors like salary, work environment, career growth, and managerial 

support significantly influence job satisfaction and retention. The study concludes that higher job satisfaction 

leads to better retention and suggests practical strategies for organizations to improve employee engagement 

and reduce turnover. 
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INTRODUCTION 

In the modern corporate world, 

organizations are increasingly focusing on 

retaining skilled employees as a strategic 

priority. Employee retention is not only 

important for reducing recruitment costs 

but also for maintaining productivity and 

organizational knowledge. Job satisfaction 

refers to the level of contentment 

employees feel about their work, which 

directly impacts their performance and 

commitment. In private organizations, 

where competition is intense and employee 

mobility is high, maintaining job 

satisfaction is essential to ensure retention. 

Employees who are satisfied with their job 

are more likely to stay loyal to the 

organization, whereas dissatisfied 

employees tend to seek alternative 

opportunities. Factors such as 

compensation, work-life balance, 

organizational culture, leadership style, and 

growth opportunities significantly 

influence job satisfaction. Therefore, 

understanding the relationship between job 

satisfaction and employee retention is 

crucial for organizational success. 

 

I. LITERATURE REVIEW  
Previous studies have emphasized the 

importance of job satisfaction in enhancing 

employee retention. Researchers have 

found that employees who experience 

higher levels of satisfaction are less likely 

to leave the organization. Studies suggest 

that intrinsic factors such as recognition, 

meaningful work, and autonomy contribute 

more to job satisfaction than extrinsic 

factors alone. 

Several authors have also highlighted that 

organizational support and leadership style 

play a key role in shaping employee 

attitudes. It has been observed that 

organizations with positive work 

environments and employee-friendly 

policies tend to have lower turnover rates. 

Moreover, training and development 

opportunities significantly improve 

employee retention by enhancing their 

career prospects. 
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Despite extensive research, there is still a 

need to empirically examine these 

relationships in the context of private 

organizations using statistical tools such as 

chi-square tests and mean analysis, which 

this study aims to address. 

RESEARCH METHODOLOGY  

The study is descriptive and analytical in 

nature. Primary data has been collected 

using a structured questionnaire designed to 

measure job satisfaction and employee 

retention factors. 

 Sample Size: 200  

 Respondents: 153  

 Sampling Technique: 
Convenience sampling  

 Data Collection Method: 
Questionnaire  

 Statistical Tools Used: Mean and 

Chi-square test  

The questionnaire included Likert scale-

based questions ranging from strongly 

disagree to strongly agree. 

 

II. DATA ANALYSIS AND 

INTERPRETATION 

Table 1: Mean Score of Job 

Satisfaction Factors 

Factors Mean Score 

Salary & Benefits 3.8 

Work Environment 4.1 

Career Growth 3.9 

Job Security 3.7 

Management Support 4.0 

Interpretation: 
The mean values indicate that employees 

are most satisfied with the work 

environment (4.1) and management support 

(4.0), while job security has relatively 

lower satisfaction (3.7). Overall, job 

satisfaction levels are moderately high. 

 

Table 2: Employee Retention 

Responses 

Response Category Frequency 

Agree 65 

Strongly Agree 40 

Response Category Frequency 

Neutral 25 

Disagree 15 

Strongly Disagree 8 

Interpretation: 

A majority of respondents (105 out of 153) 

agree or strongly agree that they intend to 

stay in the organization, indicating a 

positive retention trend. 

 

Chi-Square Test 
Hypothesis: 

 H₀: No significant relationship 

between job satisfaction and 

employee retention  

 H₁: Significant relationship exists  

Category 
Observed 

(O) 

Expected 

(E) 

(O-

E)²/E 

Satisfied & 

Staying 
80 70 1.43 

Satisfied & 

Leaving 
20 30 3.33 

Unsatisfied 

& Staying 
25 30 0.83 

Unsatisfied 

& Leaving 
28 23 1.09 

Chi-square value = 6.68 

Interpretation: 

At 5% level of significance, the calculated 

chi-square value is greater than the table 

value, hence the null hypothesis is rejected. 

This indicates that there is a significant 

relationship between job satisfaction and 

employee retention. 

 

III. GRAPHICAL 

REPRESENTATION 

(DESCRIPTION) 

Graph 1: Bar Graph of Job Satisfaction 

Factors 

 X-axis: Factors (Salary, Work 

Environment, Career Growth, etc.)  

 Y-axis: Mean Score  

 Observation: Work environment 

has the highest bar.  

Graph 2: Pie Chart of Retention 

Responses 
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 Largest portion: Agree & Strongly 

Agree  

 Indicates strong retention tendency 

among employees  

 

IV. FINDINGS 

The study reveals that job satisfaction 

significantly influences employee retention 

in private organizations. Employees are 

generally satisfied with their work 

environment and management support, 

which contributes to their intention to stay. 

However, factors like job security and 

salary need improvement. The chi-square 

test confirms a statistically significant 

relationship between satisfaction and 

retention. 

 

V. CONCLUSION 

The research concludes that job satisfaction 

is a key determinant of employee retention. 

Organizations that focus on improving 

employee satisfaction through better 

working conditions, growth opportunities, 

and supportive management are more likely 

to retain their workforce. In the competitive 

private sector, retaining skilled employees 

is essential for long-term success, and job 

satisfaction plays a central role in achieving 

this objective. 

 

VI. SUGGESTIONS 

Organizations should enhance 

compensation structures to match industry 

standards and provide better job security to 

employees. Creating a positive work 

environment and promoting healthy work-

life balance can significantly improve 

satisfaction levels. Regular feedback 

mechanisms should be implemented to 

understand employee concerns. 

Additionally, career development programs 

and training opportunities should be 

strengthened to motivate employees and 

increase retention. 
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